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Issue:  UNF Equity Plan  
         
 

Proposed action: Approval 
 
 

Background information:  

 

The Equity Accountability Program was enacted in 1992 by the Florida Legislature 

requiring the establishment of a program to increase the number of women and minorities 

in three different job groups:  senior-level administrative positions, academic 

administrative positions, and ranked faculty positions. 

 

Section 1012.95(4) Florida Statutes mandates: 

 

─ The State Board of Education shall submit an annual equity progress 

report to the President of the Senate and the Speaker of the House of 

Representatives on or before August 1 of each year. 

 

Section 1001.74(22) mandates: 

 

─ Each board of trustees shall conduct an annual evaluation of the president 

in accordance with rules of the State Board of Education and submit such 

evaluations to the State Board of Education for review.  The evaluation 

must address the achievement of the performance goals established by the 

accountability process implemented pursuant to s. 1008.46 and the 

performance of the president in achieving the annual and long-term goals 

and objectives established in the institution's employment equity 

accountability program implemented pursuant to s.1012.95. (Emphasis 

added) 

 

The Equity Accountability Program requires the following: 

 

 Submission of an annual Equity Accountability Plan  (EAP) report by April 1 of 

each year from the University President to the State Board of Education (SBOE), 

Division of Colleges and Universities. (This year a draft will be submitted by 

April 1, with the final report being submitted by May 1.) 

 

 The University Board of Trustees must approve the final Plan prior to submission 

to the State Board of Education. 

 



The Equity Accountability Plan contains the following components: 

 

1) A Progress Report detailing improvements made in achieving diversity goals in 

the prior year (2001-2002).   

2)   An EAP Update for the current year (2002-2003) which sets goals for the next 

academic year (2003-2004).  A statistical analysis identifying under-

representation in the three job groups targeted in the report is provided to 

respective managers for review prior to setting goals.  The annual Update also 

includes the strategies to be used to attain goals and the monitoring mechanisms 

to ensure achievement of the Plan.  Strategies and monitoring mechanisms may be 

modified as required. 

3)  A Budgetary Incentive Plan to support the achievement of EAP goals. 

 

A review of the data reflected in the University's Equity Accountability Plan will be 

provided at the April 1 Educational Policy Committee meeting. 

 

 

 
Attachments:    The narrative components of the Plan which include Annual Assessment, 

Monitoring Mechanisms, Strategies to Be Used to Attain Goals, and the Performance 

Review Process are attached for further information. 
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EQUITY ACCOUNTABILITY PROGRAM 

 

 

ANNUAL ASSESSMENT 
 

At the conclusion of the Equity Accountability Program year, the President will review 

and evaluate the achievement of goals and strategies used to attain them. 

 

I. The following measures will be utilized in the review and evaluation: 

 

A. Statistical analyses of met and unmet goals. 

  

B. Degree and extent of utilization of the strategies. 

 

C. Effectiveness of strategies measured by resources utilized. 

 

  

II.  Review and modification of the Plan will be based on data from the Progress Report, an 

assessment of the effectiveness of strategies used, the development of new strategies, if 

necessary, and the setting of new goals. 

 

 

MONITORING MECHANISMS 
 

President: 

 

• will review the analysis of recruitment results and annual Progress Report submitted by  

 the Director of Equal Opportunity Programs. 

 

• will meet with the appropriate vice president to discuss the annual Progress Report and  

 the achievement of goal(s). 

 

• will review the strategies to be used to attain goals and will recommend additional  

 strategies for goal achievement. 

 

• will include respective outcomes in the vice president’s annual performance appraisal. 

 

Director of Equal Opportunity Programs: 

 

• will review the annual Progress Report to determine the achievement of goal(s). 

 

• will provide the President with the annual Progress Report and an analysis of recruitment 

results. 

 

 

 



Appropriate Vice Presidents: 

 

• will disseminate established goals to appropriate administrators who will be held  

 accountable for the accomplishment of the goal(s). 

 

• will require appropriate administrator to identify strategies which will be implemented  

 and steps which will be taken to achieve goal(s). 

 

• will require the accountable administrator to establish a timetable for each step to be  

 taken in achieving goal(s). 

 

 

STRATEGIES TO BE USED TO ATTAIN GOALS 
 

I.  Searches: 

 

 All Vice Presidents, Deans, and Chairpersons shall: 

 

A. Conduct aggressive searches for qualified females and minorities. 

 

B. Include minorities and females on all search committees. 

 

C. Ensure that search committees utilize approved search and screen procedures and 

consider valid job-related criteria in screening applicants. 

 

 D. Ensure that all appropriate advertising media are utilized. 

 

 The Director of Equal Opportunity Programs shall: 

 

 A. Identify and notify departments of advertised vacancies that are part of an 

underutilized group. 

 

 B. Ensure that minorities and females are represented in applicant pools on a basis 

commensurate with their availability in the labor market. 

 

 C. Establish a computerized vita bank for women and minorities and advertise its 

availability. 

 

II Tenure and Promotion: 

 

 The Academic Vice President, Deans, and Chairpersons shall: 

 

A. Identify all tenure-earning faculty eligible to apply for tenure.  

 

B. Review annual tenure appraisals to ensure ongoing progress. 

 



 

C. Ensure that guidelines to the tenure process are properly implemented and 

adhered to. 

 

D. Encourage faculty eligible for tenure to use the experience and advice of their 

  colleagues in building their dossiers. 

 

E. Assure that Faculty Development dollars are made available to support 

instructional activities, research and scholarship processes, publishing endeavors 

and grant-seeking activities. 

 

F. Follow outstanding minority and female graduates of the doctoral program to 

encourage them to apply for assistant professor vacancies after completion of 

their doctorates. [College of Education] 

 

III.  Professional Development: 

 

All Vice Presidents, Deans, and Chairpersons shall provide various incentives and/or 

allocate resources, contingent upon funding, for professional development opportunities. 

 

 

PERFORMANCE REVIEW PROCESS 

 

Each responsible administrator’s performance review will include the Equity Accountability 

Program goals achievement.  Administrators will be evaluated based on the following criteria: 

 

I. A demonstrated commitment to the Equity Accountability Plan as evidenced by: 

 

 Appropriate planning and implementation of recruitment and/or promotion 

strategies. 

 

 Providing guidance and leadership to the search and screen committees to assure 

effective minority and female recruitment. 

 

 A review of the criteria used by the administrator in the final selection of a 

candidate. 

 

II The fulfillment of established goals. 

 

III.  Increases in minority and female representation in areas not specifically cited as 

underutilized and in areas not specifically targeted in this report. 

 

 



SUMMARY STATEMENT 
 

 

The University of North Florida’s Equity Accountability Plan outlines the goals and 

strategies to be implemented to redress underutilization in senior-level A&P 

administrative positions, academic administrative positions, and ranked faculty positions.  

In categories where underutilization is identified, specific goals have been set in some 

cases and strategies outlined for the achievement of goals. 

 

The President and vice presidents, together with the Director of Equal Opportunity 

Programs will have responsibility for implementing the monitoring mechanisms to ensure 

achievement of the Plan.  At the close of the Equity Accountability Plan year, the 

President and her senior level staff will review and evaluate the achievement of goals and 

modify the Plan as required. 

 

The University of North Florida affirms its commitment to affirmative action / equal 

opportunity and to the intent and purpose of the Equity Accountability Plan. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
  
  

 


